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MEMORANDUM FOR: Director of Central intelligence

THROUGH : Deputy Direcum (Supuoert) 7

SUBJECT: .. Ten 'wla;fs fcr Improving CIA's Wmﬂm
"na» R ettt /:/‘1’

REFEREHNCE: M@morandum for DCI frcan EG 5 25 Fehrunry 1955,

seme subject (ER 6-7168)

1. The Inspector General forwarded this Office a copy of refer-
enced menmorendur. Since that time we have evaluated as reslistically as
possible the ways im which we could sdopt or go beyond the suggestlons
made. At the same time we bave taken stock of our ectivities in the
various fields nmentioned to assess what we heve dome against the targets
set apnd determine where we appear to lsck sufficlent force and effective-
ness. From the outset, we were in ccuplete agreement with the spirit
and intent of the Inspector Generel's views.

2. We are pleamsed to have bad the opportunity to review the DD/P's
- comments to you on the paper, since much of the coanteai 18 of vital con-
cern to that complex. His expression of satisfaction with scme of our
performance of duty is particularly gratifying.

3. I have prepared and attached my own couments on the varicus
points mentiocned. My commeants, in some detail, will serve as an action
paper for this Office for future activities.

h, I am appreciative of this epportunity to have many of our day-
to-day problems viewed both pro and con. In some respects, 1 hope ve
may have resolved a few misconceptione. In other respects, I am confident
that an oblective look at the vital business of personnel mansgement has
revealed sreas in vhich we may ell reach a ccomou undersiending end base
our future operaticns on mutual respect and tolerance.

/8!

Harrison G. Reynolds
Director of Personnel

1 Encl:
Commente on 10 FPoinis
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Point 1: CONHDENT\AL

"Make 'Service' the slogan of the Personnel Office, and sees thal every in—
dividual in that office understands apd acts acccrdingly The Personnel Office
should be advised that its mission is to d&o vhat CIA wonts done ir the Person-
nel field even though it does mot coinclde with Civil Service practices.”

General Commentss

There can be no argument with the principal and fact that the Office of
Personnel exists solely to give service to the primesry mission of the Agency.
Our staff members have been informed agein ond again that they are in a fluid
program rather than one rigidly controlled by statutes and that effectiveness
depends on reacking common understanding with operating officials. Our contacts
with the civil service system are extremely limited, being confimed %o such ‘
things ss participation in the govermment-vide reilrement system, observaticn
of the requirements of the Veterans Preference Act in adverse acticons against
employees, the President's insurance program, and similsr matters in which the
Agency has not been specificelly exempted Irom specific lews or regulations.

In those ceses where the Agency is specifically exempted, such-ss from the pro-
visicns of the Classification Act, but where the Agency by election observes
the general structure end principles of the Act, we have mede modifications in
response to Agency needs. The Hoover Commission and other groups such as the
House and Sewate Civil Service Committees have made recommerdaticns which we
have adapted, vhere appropriate, to our particular requirements, solely because
the modifications recommended would serve %o afford the Agency greater flexi-
bility in ite operations.

Accomglishments to Date:

We are gratified thet our largest custower, DD/P, has commented that this
defect no longer secems of overwhelming significence, end that io many respects,
perticularly in overseas processing, this office is demonstrating an outstand-
ing sense of service. Ve have progressed to the polat where, except for a few
basic laws, we can end do write cur own %icket.

Future Plens:

We shall remain alert to proposed legislation which would impinge upon the ’

necessery flexibility of our perscmnel sdministration and seck, through the
Legislative Counsel, exemptions or modificetions acceptable to the Agency. Fur-
ther, as existing laws, or their enforcemeat, begin to take away the elements
now eajoyed, we shall seek, through sppropriate messures, changes or policy
proncuncements aimed at providiang the least possible outside control.
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“"Get fresh blood into the Personnel Office in the form of experienced and
respected officers from other parts of the Agency, particularly ID/P. To do
this give DD/S and D/Persomnel the right to select tem GS-13 to GS-15's from
other offices ard place them in key Office of Personnel positious elsevhere in
the Agency where they will obtain brosdening experience.” :

General Comments:

I will not quarrel with the usefulness of this point, both from the view-
point of the person going from the Office of Personnel and the perscn comiog
to the Office of Perecnnel. Cross-fertilization is a must in this as well as
in eny comparable business. For many months there has been a steady flow of
experienced personnel techniciens out of the Office of Personnel iuto operating
offices, especilally within the ID/P complex. Im & few instances, we have been
fortunate enough to bring back imto the Office of Perscanel experienced people
who have had either long experience in ID/P or who have had overseas experience
with the Agency. There has not been erough of either, however, amd particular-
ly the latter. In time, I am confident that more than the 10 rotations suggested
can be mede. In the meantime, I have & very real jcb to do which demends re-
sults, not promises. I personmally represented "new blood" upon my assigament
in January 1954, and I stromgly desire other new blood om a mutuelly acceptable

. basis.

Accunpiiahments +to Date:

With the recent loss of my Deputy, I have a "aew blood" Deputy selected
with whom we all are femiliar and to whom we shall sll look to imject imto our
thinking the best views on overseas sdministraticn. The present Chief, Classi-
fication eud Wage Division hes been nominated for an importent oversess assign-
ment which will surely perfect his education and training in total Agency
operations.

E
E

25X1ABA |

Puture Plans:

My Executive Officer has, for scme time, been designated to rotate the
present chief of Personnel for He need other high-level positions in
overseas areas to which my senior pecple mey be essigned, end we are working
on this aspect of our problem now. Usnder existing menning tebles, it would
take us 14 years to have each presently assigned Division or Steff chief obtain
the advantegee of overseas experience, since there is only oune G8-15 personnel
officer positicn in an overseas erea. There are no GS-1k's and only a few
GS-13's. I would like, within budgetery limitations, to take advantage of the
familisrization tours to be authorized shortly im en effort to fill this gap
in our respective knowledges. I personally plem to mske such a tour around
Japuary 1956, which will be approximately three months after my new Deputy
reports in. '
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Point 3:
"Require all supervisors to take & short (12-20 hour) course in perscnnel

‘mansgement. This could easily be developed by the Office of Training in col-

leboration with the Office of Personnel apd would give practical instruction
on such subjects ae: where to find apd how to use the regulations on personuel;
how to deal with requests for promotion; how to make out fitness veporite; steps
to take with medlocre or incompetent enmployees; the importance of keeplung em-
Pployees sluays s@viesed of the caliber of their work; how often to have stalf

meetings and what to say at them; how to cope with employees® persounsal problems."

Genersl Comments:

He surely agree with this suggestion, &nd as DD/P observes, resction to

similar courses now conducted is enthusiastic. It makes little semse o possess

& valuable asset ard lack the knowledge of proper and effective management of
it- :

Accomplishments to Date:

While a course such a5 suggested hos not been formallized, we have taken
some steps with relation to supervisors of militery persommel. It ie certein
that meny civilion supervisors have little knowledge of the services that arve
Pprovided by MPD and are not too well avare of the effects of a tour of duty
with CIA upon the militery cerecr of deteiled military perscanel. The question
of effectiveness reports precents continuiang problems end requires that super-
visors be kept curreat cuo Service doctrines apd policies concerning them. This
should be a speclal subject of pericdic, mandetory imstruction by MPD. Since
military persompel represent e special kind of persomngl reeource with special
skille and training, and since detailed militery pecple have a primarily mili-
tary career, it is essential that they be properly assigned and utilized. A
talk and roundteble discussion is prepeved covering the subject of effective-
ness reportes anfd certein additionmal subjects, incluiing reception procedures,

buman relationships, meximum utilizeticn of military persompel, classification .

and assigament of pdlitary persoanel. This presentation and the forum will
consume about one hour, and it has beea previously preseated in OTR management
course by | | At that time the presentation was well received and
I believe it would be equally accepteble in a course such as IG proposes.

We shzll) explore fully the development of e formal overall course.
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Point U:

"Place oversens returness im positions before they return. This is not
solely e problem for the Office of Personuel, but is one that can be solved
by Personnzl, DD/S and ID/P. It hes beea one of our sorest upots in perdonnel
management, but one te my mind susceptible o easy solution by good adminisc-
tration and strong centrsl control of persounel by ID/P. I would set & dead-
line of 30 Jume 1955 by vwhich time every returnee will have a job walting.®

Genersal Comments:

We concur fully in this coacept, and the DD/P's commente mirror our own.

Accorplishments to Date:

a. It is now o gererally acceptod principle that en irdlvidusl vho com-
pletes & fisld essignment will be appropriately resssigned upon the

eatiofactory completion of his overseas Sour of duty. The effective implementa-
tion of this policy requires that the reassigament of field pevsounel de care-
fully plamned an@ finally determined, iX possible, bafore the expiration of
thelr tours of duty im the field. B8Such pre-plenning must be based on the very
close cooperaticn of opersting officisls with Career Menagement apfl Personnel
Officers.

b. The Career Service elements servicing the MD/P meintain returnee
rosters containing the probabvle dates of return of field perscnnel.

Further, on receipt of a Field Resssignwent Questionnsire, submitted eight months
i efivance of the explratior of overseas tours, these elemeuts are alag informed
concerning the major duties of infividuals in the Field, thelr preferences for
next assigaments, erd the need for Headquarters training, if any. All of this
informaticon is necessary im planning the individual's next assigpmeant. The
success of such plarning will depend +0 a2 large extent on the sincerity with
vhich fileld personncl conplete these guesticnnaires and the extent to which
they receive thoughtful consideration end endorsemewnt by operating officials in
the Field spd in Heasdquarters well before the individusl's return.

¢. The Field Reassigumeut Questionnalire becomes a priority action paper
in the Carcer Service elemenhs where Cereer Mapagement Officers and

Placement Officers collsborate to determine an eppropriate reassignment for the
individual. Thais will often imvolve concurremt plens to reassign Headguarters
personnel in order to make an appropriate position avallable. Thea, the employes
in the Field will be informsd, throvgh chamnels, concerning the next sssignwent
vhich has been planped for him. If in some cases it is imposaible to resch &
final decision conceraing & epecific sselgnment before the irdividual's date
of return, be will be potified of the assignrants which are belng tentatively
consicered for him, .
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4. The development of individunl career plens, which is now being
, initiated, will facilitate the advance determinstion of assignments
by providing long-renge guidance to supervisory and Career fervice elements.

e. In-cazsual rosters are maiuteined on a current basis, and serve Lo
direct priority remssigoment efforts toward the prompt resolutiocn of
csses involving unesaigned returnees who are still carried in Fileld positions.
This is & very important function of Perscnpel and Career Management Cfficers
at the present time. However, the need for this sort of asctivity is expected
to decreace s pre-planning takes effect.

Future Plans:

We sincerely believe that these procedurss will prove effectlve in re-
solving many of the returnce problems. However, we must recognlze that many
factors, such as changing requirements, illuess, and operetionsl trairing re-
quiremente, complicete the problem.

Point 4, p.2
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Point 5:
"Eliminate placement by file shoppivg. If an exployee is misplaced, he

or she should be releocated by a system of interviews, and o placement officer
should hendcerry the file to interested supervisors.”

General Commentss

This point is well teken. In the past, there was & great deal of the
objectionable practice. The corplete elimivstion of the proctice is a worth-
while goal.

Accomplishmente to Dete:

Consideration of employees for positions other thar thelr present one is
being done largely on & personal basis through inmterviews with the lndividusl
concerped end supervipory officiels. A regulstion ig beiug coordinated which
will bring to light epecific desires on the part of cmployess for other assign-
ments and will preseribe policy and procedure to be followed. The responsi- -
bilities of supervisory officials, Career Services end the Office of Perscunel
are clearly defined. The Office of Persomnel wlll take oa active part 1n
monitoring and effecting satisfectory solutioms. = S

Future Plans:

On punerous occasions I have brought to the attention of office heeds
the nemee of well qualified individucls, with the request that & personsd im-
terviev be conducted. In some insiances my requests have been honored. I
intend to contioue my persomal efforte in this divection and, within the ocut-
lives of the cereer system, the placement officers of this office will é&o
likewlse.
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Point 63

"Strengthen the procedures governing the handling of conbract personnel
by requiring that Persomnel, General Counsel and the ares division partici-
pate in all hiring end firing (or contract lepse) actions. This will elimin-
ate meny misunderstandings curremtly arising becsuse contract agents bave not
been properly informed sbout thelr sgreexeat with the Agency."

Generél Conments s

The Office of Personnel is in complete agreement with this prineiple. The
"2d hoc" committee idea now im operation for hapdling of miseing-in-actica ceses
hae demonstrated edmirably how through concerted action e metter can be resolved
speadily and to the best interests of the Ageacy end the individual. The DD/P's
coument that sttention needs to be gilven to the procedural aspects of agent
contracts is sppliceble to the Office of Persomnel only partially. We have pre-

Accomplishments %o Date:

a. The Special Contracting, Allowances and Processing Bteff upon request
bas alweys assisted the operating divisions in sigalng up agents and
explaining their cbligations under coatramcts. The requests for this service
heve, however, beea very few in comparison with the totel nuber of cases.

b. The propossal that this be a universal procedure hes been uade several
timegc but has never been seriocusly comsifered becense of the ples
that sepurity factors preclude this Office from meetlng such large numbers of
clandestine perscurel.

Future Plons:

One solution to the problem, specificelly caucernlng Office of Perscanel
interests, would be im providing specislly trained persoss (0 brief and explain
the bepefits and obligations to comtractors. Finance, security, and othsy
intereste are likewise vital to & well-integrated hamdling of the problem. We
will explore with the Chief, Management Steff, the feasibility and edvisability
of providing a "ceptral coutracting service" similer to the travel cenmtral
processing function 28 one meaps of meeting this problem.
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Point 7:

"Place ironclad rules governing the use of personnel files. These should
be avallable 40 only e limited number of senior officiels in the Agency, end
allowed out of the Persomnmel Office for ouly & limited time (&8 bours). Fur-
ther, the Persomnel O0ffice should devote a major offort to developilng one
master perscanel file on each employee in vhick ell) pertinent informetion is
placed. At present amy employee who wishes 40 tempexr with hils persompel folder
can do so with emse.”

General Comments:

The Inspector Gemersl's views are certainly shared by us and the ID/P ase
well, although the UB8-hour rule would not be susceptible %0 universal appli-
cation without observing an inflexibility which we heve loag sought to remove
vherever possible.

Accomplishments to Date:

a. The present regulation om the subject, R |_—r| reguires that the
individuals entitled to witbdraw pevsonnel Tiles Irum thls office be
designated im writing by ipdividusl Agency ccempouents. At the time R
ves adopted by the Agency, it was the concensus thet five working deys comsti-
tuted & reasoneble time for such files to be im the custoly of the designated
1nd.1vidnals.

b. For the past year, we have cngaged in a tremendous project to couvert
all persomael files to a stendard system, placing papers in proper
order aud searching out all pepers which should be a watter of officisl record.
As of this time, the project is virtuslly complete insofar a3 orderly -
ment is concerped. We still have reason to belleve that, contrary to R

properly should be a part of the official recctrﬁa It is understood thm: & speciel
Employment Review Bosrd cheired by Dr. James M. ﬁuﬂrewa will give this matter
some attention in its report to you. o

. . In addition to contimmsly seekins waya am. meaa}s to perfect our m.es,
we shall explore, on en Agency-wide besis, the prmma.i. that more strict ruies
be applied to the access to official persotnel filss. ‘He are prwantly werm::g
on a proposal which would, with the expenditure of ‘cpapiderable rappower,’ make
tatpering with £iles more difficult, in that pre-asm%»post-chnrge checks would
determine a8 nearly as poseible the persca responsiblie for the tempering. The
Chief, Managemeat Staff, will be asked to consider tals item as & part of his
surrent wvey of thie Office.

" “Approved For Release 2003/01/27 : CIA-RDP80-01826R001000160006-2
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Point 8:

"Place a woman in a senior position (even possibly as high as a second
Deputy Assistant Director) in the Personnel Office snd chavge her with eg-
gressively furtbering the careers of women in the Agency. This women should
pot only see that women are considered for top-level positions, vwhere there
is no requirement that the position be held by a man, but should also ipsure
that women returning from overseas are properly placed.” _

Gencrel Comments:

While I agree with the DD/P in his comment on this point, I recognize
there has been some justificstion for the suggestion. As Director of Persounel,
- I consider thet I em alreedy charged witih the respoasibllity outlined above,
elong with similar responsibilities for sll persoms, regardless of race or
. ereed. I therefore feel that I should, through my proper officers, pelice this
~ problem, rather thap have en imdividual policing me.

Accomplishments to Date:

The Office of Persomnel is contimually on the alert to see that the best
qualified individuals availsble eve hired for and assigned to positions that -

are vacent. Within the scope of the authority of the Office of Personuel, these

assignments are based upon merit and demonstretive performance, without regard
to race, religlon or sex. For positicms above Grade GS8-5, operating officials
have the euthority to make the fimal selecticn of any ivdividuel for eny given
Job. Thus, is the final enalysis, Persounel Officers can oaly inguire ianto
the reasons for the Job reguiring s man rather than a woman, evaluate these
reasons, apfi where the requirement is mot realistic, point this ocut to the
operating official end endeavor to change his mind in the matter. BSurveys con-
ducted in the past on an informel basis by this Office have revealed that on
the whole, where there was not a realistic requirement for s male to occwpy &
position, the position was £illed on the basis of merit and qualifications sud

availability of qualified personnel without regard to the sex of the individual.

Future 2laus:

With the continued emphasis which I end my people can place cn this prob-
lem, .with an gceasional ‘aseist from the top echelons of the Agency, I feel our

record will withstand the closest scrutiny.

Approved For Release 2003/01/27 ; CIA-RDP80-01826R001000160006-2
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Point 9:

"Strepgthen the Employee Services Division and reverse its emphasis from
being available to assist employees to "selling" employees on the Agency end
what it can de for them. This should be done, not by paperwork, dbut by
direct contact with supervisors epd employee groups at staff meetings, train-
ing courses, etc. Our employee services are not mediocre, but are made to
sppeer mediocre by poor public relationms.”

General Commentss
The record spéal:s otherwise for this important seguent of the Office of

Persoonel, o8 indicated below. Our failure, it would eppear, is in not having
made the top echelons of the Agency aware of a rather considersble effort.

Accorp. 1ishments to Date:

The following leé‘azurea, special meetings and briefimgs have been given or
supervised by the Employee Services Division, since its estsblishment 1 Septem-
ber 1953 "
" i
a. Comprehensive lectures have been given to approximet J;IDE/S ,

25ng2l

DD/, DD/P, OTR and CC employees on the following subjle

13 Bepefits available under the Pedersl Employses' c::mpensatien Act
2) Benefits of the Agency overseas medical program
3; Insurance plans evailsble to Agency employees
k) Retirement benefits
5) Incentive Awards Program

: b. Eatyaoce-on-Duty Orientation has been given to all new employees each
b . . Mondey morning. fumercus benefits end personnel services afforded
them t.hrqugh the Employee Services Division end the Office of Personnel are
highlighted. . _ , :

¢. The Offiee of Personnel has provided a 37-session 9ersonnel I.ect-um
n Series principally for the benefit of members with a Personnel Ceresr
Desisnation. The Series, however, is also open to Administrative Officers.
Bix of the thirty-seven lectures were de'mted exclusively to Enwloyee Sewices
Division functions. o ‘

" ——

( el

T w

4. Specisl briefings on murance and. hospitalizat.icn benef:i.ts have been
given to personncl. of the Inapector ‘General, General Counsel, Office
of the DCI, Director of Commmnicstions, % Chief, ‘Eechnical Services 25X1A6A
Staff, Chief ] SR Division, CO@troller, exs. s .

e. Memhers of the Counseling Branch have handled many emergency cases.
Our pa.rt.icipation in emergency situations--death, accldent, hospi-
talization from illness or Mury--has & tremendous impact om relationship with

Approved For Release 2003/01/27 : CIA-RDP80- 01826R001000160006-2
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employees, members of their families end with the gencral public. As scon as
an emergency is reported, a representative of the Counseling ‘Branch contects
the individusl involved, if possible and feesidle, end then notifies the
family. Thereafiter, close lisison is maintained with the affected indlvidunl,
his family, snd with our Security anf Medicel Offices. We assure that the in-
dividual is grented the necessary lessve, that his Agency hospitalization policy
does not lapse Guring his edversity, thet his right to compemsation ls fully
investigated, and thet any obther action coupetible with his genersl welfare is
taken. In death cases, we assure the propoer trausportaticn of the body viere
death cccurs overscss and provide the family with pecessary forms to enable
veneficiaries to collect unpaid compensation, retirement woney znd lifz iusur-
ance payrents..

f. Members of the Divisicn discuss individual csses xeported by ceble
with the Division concerned for the purpose of edvising of cleim
poseibilities or rendering assistsnce to the employee or his femily.

g. Membere of the Division have arranged orgenizational meetings for the
purpose of promoting recrestionel activitice and es & neans of iutro-

Guclng participants. The following are scme of the activities prumoteds bridge,
chess, swimming, ert classss, deep sea fisulng, golf classes, horseback ridivg,
organizing & group of women employees as Hed Cross hostesses and es Armed Services
Hospitality Committee hostesses. Iuncheons have been arrmge& in the private
&iningroom of R & 8 cafeteris to preseat recresticn progxmm end for the auvarding
of trophies as a climex t0 a seeson's achivities. A smoker was held at the
Heurich Brewery ir Wovesber 1954 for all male ewmployecs; atiendsmce numbered
- bOO. A Christmas concert was precented ot the R & 8 euwditorium on 21 Decénber
1954 with the Pentagon Choral Group &3 the featured attraction.

h. The Executive Secretary of the Incentive Awerds Commitiee, an ESD
employee; has spoken o the Incentive Awerds Progrsm to Carecer Service
Boards, employees of componsnt staf? meetings (DD/I, ID/P, Commo), DD/P Peruson-
nel Officers, and eaployees of the Herrenton Trainfiag Center. He hes also
spoken on the program st award-preseantation ceremonies. There have been show-
ings of film strips with sound treck to Incentive Avards Commitize mepbers end
- puggession cocordinatove.

1. Ewployee services are publicized to all Agency employess through tha

use of bulletin boards which are controlled by this Division. There

are fifty of these boards, loceted in the many Agency buildings, contzinlng in-
- formation on reecreption, housing, treagportation, ebo.

3. ‘The Chief, ESD, has attended meetings of the DD/P Persocunel Officers
in order %o acquaint them with the services avallable from the
Employee Services Divisiocn. Members of the Division meet freguently with Ad-
minietrative Officers end cperating officials. Many of these meetings sre in
conuection with special problems such as separation or grievance. Other meetiange
. are held for the purpose of better acqueinting cperating officiels with the
services svelilable from the Employee Services Division and at the sene time en-
ebling us to learn £irgh -m avout operating problans that may require our
sasictance. _
Point 9, p-2
Approved For Release 2003/01/27 : CIA-RDP80- 01826R001000160006 2 _
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Future Plans: .
i | I

It 1is the plan of this Divislon to comtinue to expand the variocus meetipgs, ]
lectures, etc., in order to "sell"” the benefits of the Agency at every avell-

sble opportunity. [  [D/P employees are schedvled for overall lectures 25X9 A2
during the week 25 - 29 April 1955. | :

' i
8Selling employees on the Agency is of conrse e matter that requires the )
constant attention of all superviesors, eaud we intend to concenirate on not ouly

informing the supervisors but indiviéual employecs of the various beneiits
available to them.

U ] ' g , Point 9, p.3
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Point 10:

"Imbue in all employees in the Persommel Office anfdl ell supervisors that
le sre our most valuable asset--the good ones should be encouraged and
aas%ata, the poor ones ellninated. But regardless of whether good or poor,
they should be handled as human beings not as files, mubers or inanimate
objects. I believe that the ettitude, typified by referring to personnel as
‘surplus' like war goods or wheat, hes been at the root of some oi‘ our mis~
managenent . ”

Ceneral Comments:

- % belleve 1t is understood that people ere the Agercy's most valuable-
asset, end constant efforts will be mede to further imbue employses of the
Office of Personpel in this regard. At every possible cpportunity, the IC bas
stressed the importance of this viewpoint, anﬁ I bave done likewise.

mumts to Da’te-

There are many avenues which allov for good eza;galoyees to he emcmmgm and
developed; 1.e., through the Career Service Program, courses Qi‘femd by the
Office of Treining, lecture series currently being conducted by the Office of
Perconnel, apd the individunl's initiative to teke steps t0 e e bis carecer,
within the Ageacy apd by external training. The elimination of poor employees
cén be effected within the framework of Agency policy vhen they are identified
to the 0ffice of Personnel by operating offlcials through memorapds, Fiitness
Reports and other means. It goes without sayilng thet employees should be .
handled as individuals rather then im sny cother terms, and I personally em-
phasize this concept to my own people and in all oy relsticns with everyone S.n
the Agency.

Future Plans .-.

We shall certainly avoid the upe of teyus which might possibly be regarded
as offensive or deprecatory. Our combtimued afforts through the work of the
Office of Persoamel will a.ctively am and assist in this in@ortaut aspect of

managemens .
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